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PREAMBLE
This collective negotiations agreement ("Agreement") is entered into by the Superintendent of
Schools ("Superintendent") of the Lewiston-Porter Central School District ("District") upon
approval by its Board of Education ("Board") and the Civil Service Employees Association, Local
1000, AFSC:tv1E,AFL-CIO, hereinafter refeITed to as the "CSEA" is the recognized union by the
Lewiston-Porter Central School District Employee Unit #7684, Local 872.
It is agreed by and between the parties that any provision of this Agreement requiring legislative
action to permit its implementation by amendment of law or by providing the additional funds
therefor, shall not become effective until the appropriate legislative body has given approval.
ARTICLE 1- DISTRICT-CSEA RELATIONS
. .
Section 1.1 -Recoenition
IThe Board recognizes the CSEA, pursuant to the Public Employees' Fair Employment Act, as the
exclusi ve representati ve for the purposes of collecti ve negotiations of all cleaners,
groundspersons, watchmen, storekeepers, motor equipment operators, custodians, messengers and
general repair workers employed by the District. In the event new job classifications are added to
the negotiating unit, the CSEA has a right to negotiate the wages and fringe benefits for the new
employees.
The board agrees that the CSEA shall possess unchallenged representation status for the
maximum period permitted by law.
The CSEA, its officers or agents, or the employees, shall not call, sponsor, advocate, engage in, or
assist in any strike, slowdown, work stoppage, or interference with the efficient management of
the District's operations. In a concomitant manner, the District, its agents and representatives,
shall not lockout employees (i.e. not allow employees to enter the premises to perform their duties
if the District is acting because of union animus) covered under this Agreement.
Section 1.2 - Dues and Aeencv Fees
The District shall deduct and remit to the Civil Service Employees Association, 143 Washington
Avenue, Albany, New York 12210, or its designated agent, on a bi-weekly basis, regular
membership dues and other authorized deductions for those employees who have signed the
appropriate payroll deduction authorization cards permitting such deduction(s). The District
agrees to deduct and remit such monies exclusively for the CSEA as the recognized exclusive
negotiating agent for employees in the unit and shall not extend this privilege to any other labor
union or organization.
The District agrees to deduct from the salaries of members of the negotiating unit who are not
members of the CSEA the amount equivalent to the dues levied by the CSEA as applicable under
New York State Law. The CSEA will certify to the Assistant Superintendent for Administrative
Services, in writing, the rate amount applicable under New York State Law.
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Section 1.3 - Other Relationship Matters
During February of the final fiscal year (July 1st to June 30th) of this Agreement, either party may
give written notice to the other party of its desire to negotiate a successor agreement. If such
notice, is given during February or a later month, the parties shall exchange proposals for a
successor agreement at a mutually agreed on date. Proposals shall be in the form of the existing
Agreement language. After the initial exchange of proposals, either party may modify its own'
proposals and may make counterproposals to the other party's proposals, but neither party can add
new proposals for negotiations after the second meeting without the consent of the other party.
When agreement is reached covering the areas under discussion, the proposed agreement shall be
reduced to writing and submitted to the Board and the Lewiston-Porter Unit membership for
ratification.
The CSEA recognizes that the management and operation of the District and the direction of its
employees, including but not limited to the right to determine the size of the work force, the right
to assign employees to their work, the right to layoff, transfer, promote, discipline and discharge
employees, is vested exclusively in the District. Any and all other management functions, duties
and powers not specifically set forth in this Agreement are retained by the District.
The District agrees to furnish to the CSEA a copy of the school policy manual and to keep it
infonned of all changes and amendments.
The District further agrees to notify the Unit President of the CSEA of all personnel actions taken
at Board meetings that affect this negotiating unit within ten (10) working days of the date of the
Board meeting whenever practicable.
The District agrees to the fonnation of a Labor-Management Committee to discuss items of
mutual concern, to arrive at agreeable resolutions to the concerns. Membership, meeting dates
and times are to be developed by CSEA and District representatives prior to July 1st of each year.
If any article or part thereof of this Agreement or any addition thereto should be decided as in
violation of any federal, state or local law; or if adherence to or enforcement of any article or part
" thereof should be restrainedby a court of law, the remainingarticlesof this Agreementor any
addition thereto shall not be affe,cted. If a determination or decision is made per this paragraph,
the original parties to this Agreement shall convene immediately for the purpose of negotiating a
satisfactory replacement for such article or part thereof.
It is acknowledged that during negotiations which resulted in this Agreement the CSEA had the
unlimited right and opportunity to make demands and proposals with respect to all proper subjects
of collecti ve negotiations. Therefore, for the tenn of this Agreement, the CSEA agrees that the
District shall not be obligated to negotiate collectively with respect to any subject or matter not
specifically referred to or covered in this Agreement.
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ARTICLE 2 - GRIEVANCE PROCEDURE
Section 2.1 - General Rules
A grievance, is limited to a dispute involving the violation of a specific paragraph or paragraphs of
this Agreement.
The Unit President of the CSEA or the Unit President's designee shall be allowed, with proper
notification to that employee's supervisor, a reasonable amount of time off for the investigation of
grievances arising under this Agreement.
The time limits set forth in this grievance procedure are intended to insure that grievable matters
are brought to the attention of the appropriate District officials as quickly as possible so that they
can be expeditiously resolved. Therefore, observance of those time limits is essential except as
provided herein. Particular steps can be bypassed and time limits can be extended only by mutual
agreement of the parties. Any such agreement, except to: (i) bypass Step 1 as provided in 2.1.5(3)
or (ii) bypass Step 2 as provided therein, shall be reduced to writing and signed by appropriate
representatives of the parties. If a grievance is not submitted or appealed within the applicable
time limit, the District need not consider the grievance further. If a grievance is not answered
within the applicable time limit, the grievant may appeal it to the next step as though it has been
answered on the last day of that time limit. As used in this grievance procedure, "working day"
means ':lnyday except a Saturday, Sunday or legal holiday.
For purposes of this grievance procedure, "immediate supervisor" means:
For General Repairpersons, C.ustodians, Asbestos & Safety
Coordinator/Cleaners, Comm. Equip. Technician, Groundspersons,
Messengers and Cleaner/Maintenance Helpers - Superintendent of Buildings
and Grounds.
A grievant may be:
(1) a single employee, or
(2) a group of employees all of whom have the same immediate supervisor and are
directly involved in the matter being gri~ved, or
(3) the CSEA if either: (1) substantially all the employees in the unit are directly
involved in the matter being grieved, or (2) the matter being grieved is the
alleged denial of a right granted to the CSEA by a specific provision of this
Agreement. If the grievant is the CSEA, the grievance shall be submitted
directly to the Superintendent of Buildings and Grounds.
Section 2.2 - Grievance StelPs
Step 1: To be properly submitted, a grievance:
.
(i) must be on the form set forth in Appendix
C of this Agreement, (ii) must have all the questions on the grievance form answered to the best of
the grievant's abiljty, (iii) must be signed by the grievant(s) and (iv) must be delivered to the
grievant's immediate supervisor within fifteen working days after the occurrence which is the
subject of the grievance or the day on which the grievant first became aware of, or reasonably
should have become aware of, that occurrence. If the grievance concerns a matter of a continuing
nature, any remedy granted shall be limited to the thirty working day period immediately 3
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preceding the date on which the grievant delivered the grievance to the grievant's immediate
supervisor. Not later than the third working day after receiving the grievance, the immediate
supervisor will meet with the grievant and a CSEA representative if the aggrieved employee so
desires in an attempt to resolve the matter.
If a mutually satisfactory resolution is not achieved, the immediate supervisor shall answer the
. grievancein writing within five working days after the day on which the Step 1 meetingwas held.
The immediate supervisor shall give a copy of the answer to the grievant, the Unit President of the
CSEA and the CSEA Field Representative and shall give a copy of the grievance and the answer
to the office of the Assistant Superintendent for Administrative Services and the Superintendent's
office on the same day that a copy of the answer is given to the grievant.
Step 2: If the grievant and the CSEA are not satisfied with the immediate supervisor's answer,
the grievance may be appealed in writing signed by both the grievant and an authorized
representative of the CSEA and delivered to the Assistant Superintendent for Administrative
Services not later than the fifth working day after the date on which the Step 1 answer was
delivered to the aggrieved employee. Not later than the te~th working day after receiving the
appeal, the Assistant Superintendent for Administrative Services will meet with the aggrieved
employee and a CSEA representative in an attempt to resolve the matter. If a mutually
satisfactory resolution is not achieved, the Assistant Superintendent for Administrative Services
shall answer the grievance in writing within five working days after the day on which the Step 2
meeting was held. The Assistant Superintendent for Administrative Services shall give a copy of
the answer to the grievant, the Unit President of the CSEA, the CSEA Field Representative and
the Superintendent's office on the same day that a copy of the answer is given to the grievant.
Step 3: If the grievant and the CSEA are not satisfied with the answer of the Assistant
Superintendent for Administrative Services, the grievance may be appealed in writing signed by
both the grievant and an authorized representative of the CSEA and delivered to the
Superintendent not later than the fifth working day after the date on which the answer of the
Assistant Superintendent for Administrative Services was delivered to the grievant. Not later than
the tenth working day after receiving the appeal, the Superintendent will meet with the grievant
and a CSEA representative in an attempt to resolve the matter. If a mutually satisfactory
resolution is not achieved, the Superintendent shall answer the grievance in writing within five
working days after the day on which the Step 3 meeting was held. The Superintendent shall give a
copy of the answer to the grievant, the Unit President of the CSEA and the CSEA Field
Representative on the same day that a copy of the answer is given to the grievant.
If the Superintendent's answer is not acceptable to the grievant and the CSEA, the CSEA may
appeal the grievance to arbitration by submitting an arbitration demand to' the American
Arbitration Association ("AAA") and simultaneously submitting a copy thereof to the
Superintendent's office. In order for the arbitration demand to be timely submitted, the copy
thereof must be received in the Superintendent's office not later than the tenth working day after
the day on which the Superintendent's answer was delivered to the grievant. Only one grievance
can be the subject of a single arbitration proceeding unless the Superintendent and the CSEA
mutually agree in writing that more than one grievance can be submitted in a single proceeding.
The demand for arbitration shall specifically identify the grievance being appealed from and shall
request the AAA to send to each party the names of twenty qualified and available arbitrators to
hear and decide the matter. Each party shall return its copy of the list, with the names of
unacceptable arbitrators crossed off and the remaining names numbered in order of the party's
preference, to the AAA within ten working days of receipt of the list. The AAA shall then name
as arbitrator the person thus identified as most acceptable to the parties, but if the parties have not
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identified any person as mutually acceptable, the AAA shall send a second such list to the parties
and the foregoing procedure will be repeated. If the AAA cannot identify a mutually acceptable
arbitrator from the second list, it shall name the arbitrator. The arbitration proceeding shall be
governed by the Labor Arbitration Rules of the AAA to the extent such rules are consistent with
the provisions of this Agreement. If the arbitrator determines that the grievance has been properly
appealed to arbitration, the arbitrator shall hear and decide whether this Agreement has been
violated as alleged in the grievance and, in appropriate cases, shall award a remedy. The arbitrator
does not have power to decide any issue other than whether this Agreement has been violated as
alleged in the grievance nor does the arbitrator have power to render an award which adds to,
subtracts from or otherwise changes the meaning of this Agreement or which would require either
party to violate the law. The arbitrator's decision shall be final and binding on the parties and the
employees. The fees and expenses of the arbitrator shall be divided equally between the parties.
All other expenses incident to the arbitration shall be borne by the party which incurred them.
ARTICLE 3 - LEAVES OF ABSENCE
Section 3.1 - General Rules
Leaves of absence will be permitted to take place under certain specific circumstances. Such
leaves of absence other than sickness will be allowed only after appropriate notice (a minimum of
24 hours) is given to the Superintendent or other appropriate official has given approval. An
employee returning to work from a leave of absence other than sickness must report retlirning to
the employee's immediate administrative supervisor before 3:30 p.m. on the day preceding the day
of returning to work. Failure to give said notice will result in a day's salary deduction.
An employee who is absent because of sickness must report same to the employee's immediate
supervisor or designee as soon as possible, but no later than two hours before the start of the
employee's regularly scheduled shift in the case of a cleaner and no later than the start of the
employee's regularly scheduled shift in the case of all other first and second shift employees. An
employee on sick leave must report absence each day at least two hours before the start of the
employee's regularly scheduled shift. (In the case of a third shift, the employee must report
absence prior to 3;30 p.m. on the day of the employee's regularly scheduled shift.) Failure to give
a notice required by this paragraph will result in a day's salary deduction.
Exceptions to rules 3.1.1 and 3.1.2 will be made only in cases of emergencies on an individual
basis.
It is the policy of the District not to grant leaves of absence for periods in excess of one year
(excluding maternity). Written request for such leave will be considered by the Board through the
Superintendent and if granted shall be without pay, without sick leave and emergency leave
accumulation, and without salary increment credit.
All benefits to which an employee of more than three years was entitled at the time the employee's
leave of absence commenced, including accumulated sick leave, will be restored to the employee
upon return. The employee will be assigned to the same position held at the time the leave
commenced if available or, if not, to a substantially equivalent position. An employee who
returns from such a leave will be placed on at least the same level of the salary schedule the
employee was on when the leave commenced, except that an employee having serve~ more than
five (5) months in the school year jn which the leave commenced shall be placed on the next
higher level of the salary schedule.
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Signed Absence Report Forms verifying the reason for any absence shall be submitted to the
employee's immediate administrative supervisor within the day of return to duty. Claims for sick
leave for more than three (3) consecutive days of absence must be supported by a physician's
statement. In the event that the completed absence report and supporting physician's statement
are not submitted within two days of return to duty, it will be assumed that the employee does not
wish to claim paid leave.
The District expects that if any of the approved absences can be completed in less than a full day's
absence, it wifl be the responsibility of the employee to perform the employee's duties at school
during the remainder of that day.
All requests for leaves of absence, or extensions or renewals of leaves, or intent to return will be
applied for and granted in writing.
Any employee who changes from permanent to probationary status shall retain benefits as on
permanent status provided there has been no break in service.
Section 3.2 - Sick and Personal Business Leave: Under 7 Years
Employees who have been employed continuously for less than seven (7) years in the District will
receive a sick leave of absence without salary deduction of one day per month credited at the end
of twenty (20) earned school work days with a maximum accumulation of twelve (12) days per
year and a maximum of one hundred and fifty (150) total days of accumulation. All employees
who began their employment prior to July 1, 1973, will be credited with the unused sick leave
days indicated on the payroll check stub as of the last payroll check in June of 1973. Additional
sick leave may be granted at the discretion of the Board.
Any employee who commences or terminates employment during the school year shall have the
days prorated at a rate of one (1) day per month. Eleven (11) working days shall constitute one (1)
month for the initial employment month or the actual month of termination of employment for the
purposes of this article.
The sick leave allowance without deduction of pay granted employees employed less than seven
(7) years may be used under the following conditions:
(1) lliness - to the employee or immediate family (husband, wife, son, daughter, mother,
father, sister, brother, grandparents and corresponding in-laws, or a resident living
full time in the employee's household).
(2) Credited sick leave allowance shall terminate at the severance of
employment.
(3) Of the twelve (12) days available each year without salary deduction,
no more than two (2) days (an additional day per year may be granted,
under extenuating circumstances, by receiving prior approval of the
Superintendent) may be used for personal business. These days may
not be cumulative for said purposes but if not so used will be
cumulati ve for future pre-unlimited sick leave. They shall be
considered sick days for proration purposes.
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(4) Personal business shall be used for those business transactions of a
personal nature that are impossible to transact outside of the normal
work day. Under no condition shall these days be used to extend
vacations or to provide entertainment related activities. Under no
condition shall personal business be granted prior to or subsequent to a
holiday or vacation period without prior written approval of the
Superintendent.
Accumulated sick leave for employees of less than seven (7) years who are granted a leave of
absence will be held for their credit upon return to duty.
In cases where an employee of less than seven (7) years is paid benefits under the Workers'
Compensation Act, payments by the District will not exceed the difference between the
employee's regular salary and the benefits paid under the provisions of the Workers'
Compensation Act.
Section 3.3 - Sick~ Emereencv and Personal
Business Leave: 7 Years and Over
Enlployees who have been employed continuously for seven (7) years and who have been placed
on permanent appointment shall have no salary deduction for personal illness in any single school
year, or a maximum of twelve (12) months when school years are combined.
In unusual cases of prolonged illness which may extend beyond the immediate school year by an
employee who has rendered long and faithful service, the Board may grant full or partial salary
into the succeeding school year.
An employee employed more than seven (7) years will also be allowed emergency absence
without salary deduction of one (1) day per month, credited at the end of the twenty (20) earned
school work days with a maximum accumulation of twelve (12) days per year, and a total
maximum accumulation of thirty-six (36) days for twelve (12) month permanent employees and
thirty (30) days for ten (10) month permanent employees.
Should an employee leave the employment of the District during the school year, the emergency
leave allowance for that year shall be prorated. If an employee's employment begins after the start
of the school year, the emergency allowance for the first school year shall be prorated.
The Board of Education reserves the right to rescind the stated sick leave policy as far as the
individual is concerned if there is evidence that the terms of the sick leave policy are being
abused.
Emergency leave may be used under the following circumstances:
(1) lllness - immediate family (husband, wife, son, daughter, mother,
father, sister, brother, and corresponding in-laws and grandparents, or a
resident living full time in the employee's household).
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Of the available emergency leave no more than two (2) days may be
used for personal business. Personal business shall be used for those
business transactions of a personal nature that are impossible to
transact outside the normal work day. Under no conditions shall these
days be used to extend vacations or to provide entertainment related
activities. Under no conditions shall personal business be granted
prior to or subsequent to a holiday or vacation period without prior
written approval of the Superintendent.
Personal business leaves, with pay, will not be granted prior to or
subsequent to a holiday or vacation period, unless approved at least
twenty-four (24) hours in advance by the Superintendent. Should
circumstances arise which make it impossible to request such prior
approval from the Superintendent, the employee shall immediately
upon return request approval and substantiate the claim.
Quarantine - limited to the number of days that have been accumulated.
Other purpose - for a veteran to take a physical exam for compensation
when so required by a United States Government Agency. For an
employee to attend a compensation court hearing on the
employee's own behalf or for a medical examination ordered by such a
court where the injury resulted from employment by the District.
In cases where an employee is paid benefits under the Worker's Compensation
Act, payments by the District shall not exceed the difference between the
employee's regular salary and the benefits paid under the provisions of the
Worker's Compensation Act.
3.3.7
3.4.1 .' Definitions:
(1)
(2)
(3)
Section 3.4 - Child-Bearin2~ Maternitv and Child-Rearin2 Leaves
Child-Bearing Leave - an unpaid leave of absence granted to an
employee at any time between the date an employee first notifies the
District that she is pregnant and the date the employee is no longer
physically able to work as determined by her physician.
Maternity Leave - the period of time of the employee's pregnancy-
related disability. Such leave will begin as determined by her
physician and will end on the date the employee's physician determines
that she is physically able to return to work.
Child-Rearing Leave - an unpaid leave of absence granted to an
employee following delivery and any pregnancy-related disability.
Such leave will begin at the time the employee's physician determines
that said employee is physically able to return to work.
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3.4.2
3.4.3
3.4.4
3.4.5
3.4.6
3.4.7
3.4.8
3.4.9
An employee who is pregnant will notify her immediate administrative supervisor as soon as
practicable after she becomes aware of her pregnancy. No later than the fourth (4th) month of her
pregnancy, the employee will also submit a statement from a physician confirming the pregnancy
and the expected date of delivery. The District may require a verification of the employee's ability
to perfonn her duties from her physician at any time during the pregnancy.
An employee desiring a child-bearing leave must request the District for permission, in writing,
thirty (30) days prior to the date that such leave is requested to begin. Each request must have
attached a physician's certificate determining expected date that the employee is no longer
physically able to work.
An employee desiring a child-rearing leave must request the District for permission in writing.
The granted leave will commence at the time the employee's physician determines that said
employee is physically able to return to work following delivery and other pregnancy-related
disabilities.
The employee will nonnally return from a child-rearing leave at the beginning of a semester.
However, an employee's request for an earlier return will not be denied. In either case, a
minimum of three calendar weeks' notice in writing from the employee on leave to the
Superintendent's office in advance of the expected date of return is required.
The period of time the employee is absent on maternity leave will be treated the same as the
period of time an employee is absent for any other physical disability.
If an employee takes a child-bearing leave, maternity leave, or child-rearing leave, or any
combination of the above, the employee shall be entitled to return to the employee's fonner
position or an equivalent position.
Child-rearing leave shall be available to male employees.
An employee who adopts a child shall be granted a child-rearing leave from the date the child was
placed in the employee's home.
3.4.10 Child-bearing and child-rearing leaves - NO"salary benefits or fringe benefits may accrue or
be utilized by an employee on such leaves.
3.4.11 Maternity Leave - It is understood that said employee will be reinstated in her fonner
position or an equivalent position at not less than her fonner salary at the time leave was
granted. An employee who returns from such a leave will be placed on at least the same
level of the salary schedule she was on when the leave commenced, except that an
employee having served more than six (6) months in the school year in which the leave
commenced shall be placed on the next higher level of the salary schedule.
3.4.12 A total unpaid leave of absence shall not exceed one (1) year. However, the Board may
extend such leaves in multiples of one semester.
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3.5.5
3.5.6
3.5.7
'3.5.8
3.5.9
Section 3.5 - Other Leaves
The Superintendent may grant a special leave with pay for any cause deemed beneficial to the
school system.
The Superintendent may grant an unpaid leave of absence, up to one (1) year, to any employee
who, after good and faithful service, so requests. Such leave will not be unreasonably denied.
Time will be provided to visit other schools upon written approval of the Superintendent.
The Superintendent may grant educational leave with pay for any cause deemed beneficial to the
school system. Educational/Conference leave may be granted with pay by the Superintendent,
upon written request which has been approved by the immediate administrative supervisor where
such absence benefits the District or advances the competency .of the employee. The District shall
reimburse reasonable expenses incurred: i.e. fees, transportation and accommodations of .
approved conferences.
Attendance at a court as a result of a subpoena shall be considered an excusable paid absence
provided the subpoena is filed with the employee's immediate administrative supervisor. Full pay
will be allowed provided any remuneration received, less expenses, is paid to the District. If the
employee has a personal interest in the suit, no leave will be granted and full pay will be deducted
unless the employee takes a personal leave day to which the employee is entitled under this
Article 3.
Attendance at court for jury duty is an excusable paid absence provided the subpoena is filed
with the employee's immediate administrative supervisor. Full pay will be allowed provided any
remuneration received, less expenses, is paid to the District.
Military leave will be granted any employee as provided by law.
Death in family is limited to five (5) working days at time of funeral. Family is defined as husband, wife
brother, sister, son, daughter, father, mother, grandfather, grandmother, granddaughter,
grandson, and all corresponding in-laws, or a resident living full time in the employee's house-
hold. The Superintendent has the right to grant extended leave for any extenuating circumstances
if the Superintendent so desires.
Non-family funeral leave is limited to three (3) days per year. One (1) day of non-family funeral
leave will be granted by the Superintendent of Schools for each non-family funeral upon
twenty-four hours prior written notice.
3.5.10 Employees who exceed thirty (30) consecutive days of unpaid leave during their career will not
accrue seniority for each additional day of unpaid leave taken beyond thirty.
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4.1.1
4.1.2
4.1.3
4.1.4
4.1.5
4.2.1
ARTICLE 4 . PERSONNEL MATTERS
Section 4.1 . Appointments
The provisions of the Education Law, Article 14 of the New York State Civil Service Law and the
Retirement Law and Regulations, together with written notice of appointment by the Board and
written acceptance by the employee, shall constitute the appointment of the employee. The
appointment notice shall contain the service area as designated by the appropriate Civil Service
classifications, the salary and the probationary period. Salary notices shall be sent each spring
thereafter and they shall contain a statement of the salary and the salary step for the next school
year.
Permanent appointment will be based upon a probationary period of twenty-six (26) weeks.
Insofar as possible, employees shall begin their employment at the beginning of a school year or
calendar month. Where this is not practicable, the anniversary date for salary step changes in
subsequent years shall be advanced to the beginning of the calendar month during which
employment commenced.
The job vacancy to be filled will be posted within ten (10) working days of the District's decision
to fill or create it and it will be posted for a period of five (5) working days on the CSEA bulletin
board in the seven (7) designated areas. Jobs temporarily vacant due to leave of absence or illness
or injury of an employee are not considered vacant jobs. The posting shall show:
1. Job Title .
2. Rate of Pay
3. Current Location
4. Shift
This posting shall not diminish the administration's right to assign employees to positions in the
District. The present staff will be given first choice if qualified before hiring new employees. For
the purpose of this paragraph 4.1.4, qualifications shall be defined as the skill, ability, training,
experience and work record of each employee who applies for a job vacancy. In reviewing an
employee's qualifications, the District agrees to assess those qualifications in a fair manner.
Between similar qualified employees, seniority shall prevail. The District reserves the right to
temporarily fill the position with the understanding that the District will make a sincere effort to
fill the vacancy with a permanent appointment as soon as possible, but in no situation can the
vacancy be filled with a temporary employee for more than sixty (60) calendar days in the case
of a non-competitive employee, or, in the case of a competitive position, sixty (60) calendar days
after the Civil Service List is established.
The Superintendent of Buildings and Grounds is the supervisor of all unit members for purposes of
schedule, assignment evaluation, filing of stage one grievances, and absence reporting.
Section 4.2 . Overtime
The District agrees that employees shall not be forced to work overtime except in cases of emergency.
If any dispute should arise over the question of overtime, the employee shall work at the direction of
the supervisor and submit the question to the grievance procedure.
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4.3.1
4.3.2
4.3.3
4.3.4
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4.4.1
4.4.2
4.4.3
All work in excess of forty (40) credited hours in one week shall be compensated at the rate of time.
and one half (1-1/2). Credited hours shall be for hours worked plus paid vacation time, sick days
and/or paid holidays. The employees shall have the option to receive the overtime as payment or
as compensatory time earned at one and one half (1-1/2). The use of the compensatory time must
be with prior approval. Compensatory time which is earned during any fiscal year of the District
(July 1st to June 30th) and is not used by June 30th of that fiscal year in which it is earned shall be
compensated therefor on the next regular payday at the rate of pay of the employee on the date the
compensatory time was earned. All overtime work shall be performed by the employees normally
assigned to such duties when they are available to do so.
Section 4.3 - Emplovee Evaluation
A yearly written evaluation of the employee's job performance.shall be completed by June 1st of
each year. Said written evaluation shall list the areas of strength and weakness, and it shall outline
an action program designed to improve each area of performance weakness.
Said yearly performance evaluation shall be conducted by the employee's immediate administrative
supervisor. Copies of said written evaluation shall be given to the employee, shall be retained by
the immediate administrative supervisor and shall be transmitted to the Superintendent for
placement in the employee's central personnel file.
An employee has the right to file a letter explaining any disagreement the employee might wish to registel
as to the evaluation placed in writing by the employee's immediate administrative
supervisor. Said letter shall be placed in the employee's personnel file. Said letter to be filed by
the employee within two (2) weeks of receipt of the immediate supervisor's written evaluation.
The District has the right to withhold any increment or longevity increase due to poor work
performance by an employee. If this occurs, the employee has a right to file a grievance.
The District and the Union jointly agree that a committee of four members, two representing
each side will be created by June 1, 1990 for the expressed purpose of drafting a progressive
discipline provision proposal which may become part of the 1990-93 CSEA contract.
These proposed revisions will be jointly agreed upon by the committee. Said revisions may then
be recommended to the Lewiston-Porter Superintendent of Schools and the CSEA for approval
by September 1, 1990.
Section 4.4 - Reduction in Staff
In case of job elimination, reduction in force or lay-off, the procedure shall be as set forth in this
Section 4.4.
Employees with the least seniority in the job title will be the first to be placed on the recall list for a
period of 48 months from the date of lay-off. Refusal to accept a permanent position of similar
salary and duties shall constitute a removal from the recall list.
A promoted or transferred employee may revert to a position held on a pe.rmanent basis previous to
promotion or transfer provided the employee has more seniority than the least senior employee in
that job title.
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When vacancies occur the above procedure shall be reversed provided the laid off employee is
qualified for the available position.
In the foregoing, the Civil Service procedure will be followed to protect the rights of the employee
and the District.
Employees on lay-off will have the right to pay to the Union Trust Fund their total premiums at group
rates for the District's current health insurance plan.
An employee recalled from lay-off will be placed on the step the employee had been laid off.
A copy of the list of employees indicating the starting date of employment with the District and the
starting date of employment in the current position held will be prepared annually and given to the
Local President of the CSEA.
Section 4.5 - Other Personnel 'Matters
A complete physical examination is required of all employees prior to undertaking assigned duties.
At any time, the Board may require a partial or complete physical or psychological examination by
a doctor, psychologist or psychiatrist of its choice. Said examination shall be fully paid by the
District.
Employees shall be reimbursed for the use of their own vehicles for approved school business at
the rate as set from time to time by the Board.
An employee shall have access to the personnel file maintained in the District's central office which
pertains to the employee. That file shall be the only official file maintained concerning the employee.
Access to the central file shall be during the business hours when that office is normally open and
shall be in the presence of the District administrator in charge of the file or a person designated by
that administrator for that purpose. The employee shall not have access to confidential
pre-employment material. The employee shall initial and date with the date of the review every documen
in the file at the time of the review. The employee shall not remove anything from the file. The
employee shall,be given one copy of anything in the file except confidential pre-employment material.
Additional copies shall be made available to the employee at the standard rate per page
charged by the District pursuant to the Freedom of Information Act. The employee may submit a
written, dated, and signed rebuttal to anything in the file which the employee deems to be derogatory.
.
Such a rebuttal will be placed in the central office file within ten weekdays (i.e. excluding Saturdays,
Sundays, and holidays observed by the District) of the day on which the employee was first given the
document to which the rebuttal pertains.
Any employee holding a position by permanent appointment who has been dismissed, demoted or
subjected to any disciplinary action shall be afforded the benefits of Sections 75 and 76 of the Civil
Service Law or may elect to have such charges determined by arbitration in accordance with the grievance
procedure in lieu of proceedings thereon under Sections 75 and 76 of the Civil Service
Law. Filing of a grievance shall constitute a binding election and agreement on the part of such
employee and the CSEA to submit the determination of such charges to arbitration in lieu of the
procedure prescribed by Section 75 of the Civil Service Law. In no event after the filing of such
request for grievance shall the employee or the CSEA have any right to a hearing upon such a
charge or a review of the determination thereof under the provisions of Section 75. In no event
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4.5.6
4.5.7
4.5.8
4.5.9
after the filing for a hearing under Section 75 of the Civil Service Law shall the employee or the
CSEA have any right to file a grievance.
The District and CSEA shall continue its policy and agree that they shall not discriminate against
any employee of the District because of race, religion, sex or national origin.
Each full time employee shall be provided with one-half hour uninteITUptedlunch period. ITan
employee is called away on an emergency during the employee's lunch period, the employee shall
be allowed a different time and an equal amount of time for a lunch period.
Overtime - Agreed to develop a schedule by Building, and also a schedule within the District, by
seniority. The Building schedule will be used first, with the District schedule being used second.
Both schedules will be worked through completely before going back to the beginning, and will be
worked through from event to event. The District will do its very best to contact the employees per
these schedules.
All employees will work "summer hours" as currently established in the District.
The District will furnish three (3) sets of uniforms, pants or shorts and shirts, by September 1 of
each year to all permanent full time employees covered by this agreement.
4.5.10 Educational Development - District will pay for time off for CSEA staff to attend training,
depending upon the type of training taken and time requirements needed. District must pre-approve
all training requests seeking their financial support.
5.1.1
5.1.2
ARTICLE 5 - HOLIDAYS AND VACA TIONS
Section 5.1 -Holidavs
Employees shall be granted the following holidays with full pay:
(1)
(2)
(3)
(4)
(5)
(6)
(7)
(8)
(9)
(10)
(11)
(12)
(13)
New Year's Day
Good Friday
Memorial Day
Independence Day
Labor Day
Thanksgiving Day
Friday after Thariksgiving Day
Last work day preceding Christmas
Christmas
Patriot's Day
Veteran's Day
Columbus Day
Martin Luther King, Jr. Day
Vacations and extra assignments shall be interpreted in terms of working days involved with said
paid holidays not interpreted as working days. When one of said holidays falls on Sunday, the next
day (Monday) shall be non-working day; and when one of said holidays falls on a Saturday, the
previous day (Friday) shall be so designated.
14
5.2.1
5.2.2
5.2.3
5.2.4
5.2.5
5.2.6
5.2.7
6.1.1
6.1.2
Section 5.2 - Vacations
All twelve month employees will be granted annual vacations with pay as per following schedule:
(1) Ten (10) working days commencing with the employee's second year of service and extendinJ
through the employee's eighth year of service on a twelve (12) month full
time basis.
(2) Fifteen (15) working days commencing with the employee's ninth year of service and
extending through the employee's fifteenth year of service on a twelve (12) month full
time basis.
(3) Twenty (20) working days commencing with the employee's sixteenth year of service
and each year thereafter on a twelve (12) month full time basis.
No paid vacations will be allowed for part time or ten (10) month employees.
If an employee is tenninated, all earned vacations will be pro-rated.
All vacations must be earned and earned vacations may be taken by the employee at a time
convenient to the employee insomuch as it does not interfere with the normal operations of the employee';
department.
Vacations must be taken during the year following the year in which they are earned, but an
employee may, with the approv~l of the employee's immediate administrative supervisor, carry
up to (5) days vacation into the following year.
New employees who have not completed one full year of service will be credited as of July 1 with
one (1) day vacation for each month worked up to a maximum of ten (10) vacation days. Thereafter,
the new employees will receive vacation credit on July 1 according to paragraph 5.2.1. above.
Vacation days shall not be used contiguously to days of unapproved unpaid leave.
ARTICLE 6 - RETIREMENT AND INSURANCE
Section 6.1 - Retirement
All full-time employees* must join the New York State Employees Retirement System immediately
upon their permanent appointment. Those employees who are appointed provisionally pending
examination and those appointed on probation from a competitive list may join if they so desire.
*Works more than 30 hours per week - 12 months/year.
The rate at which each member in Tier 1 and Tier 2 of the New York State Employees Retirement
System contributes to the System shall be completely paid by the District as outlined under the
1I60th Non-Contributory Retirement Plan Section 75i and 41j. Tier 3 members will be covered by
Articles 14 and 15 of the New York Retirement and Social Security Law. Tier 4 will be covered
by Article 15 of the said law.
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The Board may request the retirement of employees when they have completed the required years
of service and other requirements under the retirement rules.
If, during the term of this Agreement, the District signs a collective negotiations agreement with
the employee organization representing any other unit of employees of the District which provides
to those employees the section 75i and 41j twenty-five year non-contributory retirement plan, then
that plan will be applied to the employees in the unit covered by this Agreement without the
necessity of further negotiation with the CSEA.
Section 6.2 - Group Plan Coveraees
The pool of funds contributed by the District will be $198,000.00, payable to the Union Trust Fund,
for each year of the contract. '
The District agrees to keep open the opportunity to dialogue with the CSEA should the fourth year
of the contract become difficult for the CSEA to financially handle. And, if new positions are added
to the unit, the District will add dollars.
In the event that, during the length of this contract, the District grants any further benefits to the
medical and dental coverage presently offer~d to the employees of this District, these same
benefits will also be granted to this negotiating unit. This provision does not apply to any
retireme~t plan.
The District will pay agreed amount until successor agreement is reached.
ARTICLE 7 - SUMMER'! VACATION. STUDENT'! TEMPORARY'!
AND PART TIl\tIE EMPLOYEES
Students and other employees who are employed for vacation periods, over the summer or for
other temporary purposes shall not be covered by this Agreement.
Part time employees shall be considered to be those employees who work less than six (6) hours
per day and less than twelve (12) months per year. Part time employees shall receive no fringe
benefits (except that they can pay their own premiums to join the Union's health insurance
program).
During the term of this Agreement all full time employees who may be reduced to less than eight
(8) hours per day shall receive the same health insurance benefits as would accrue to them if they
were continued on an eight (8) hour per day and twelve (12) month per year basis. This section
applies only to persons who were full time employees* of the District as of June 30, 1987.
*Works more than 30 hours per week -12 months/year.
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ARTICLE 8 - EARLY RETIREMENT INCENTIVE PLAN
An emplayee who.retires pursuant to.the pravisians af the New Yark State Emplayees Retirement
System and who.has rendered at least ten years service to.the District will be eligible to.receive the
benefits af this plan.
The amaunt af the retirement banus far thase eligible emplayees shall be the difference between
the retiring employee's salary (at the time af retirement) and the starting salary far their pasitian,
regardless af their replacement's actual starting salary.
Instead af a cash banus, the emplayee may elect to.receive the banus in the farm af medical
insurance premium payments by the District up to.the amaunt af the cash banus the emplayee
wauld be eligible far.
An eligible emplayee who.retires under the plan will receive the banus in July immediately
fallawing the schaal year in which the emplayee retires.
Shauld a farmer emplayee, retired under this plan, die priar to.receiving all af the bonus due, the
remainder will be paid to the retiree's spause ar, in case the spouse is deceased, to the retiree's
estate.
ARTICLE 9 - COMPENSATION
Section 9.1 - Hourlv Waee Rates
Effective July 1, 1998 the starting hourly rates for new employees in each classification are:
Cleaner
Graunds
Messenger
Cammunications Equip. Technician
Asbestos Safety Coordinator/Cleaner
General Repairperso.n
Custodian
$ 9.32
$ 9.47
$ 9.60
$10.95
$11.03
$11.18
$11.99
Effective July 1, 1999 emplayees hired after July 1, 1998 will be placed on the following schedule:
Cleaner
Step 1
Step 2
General Repairperson
Step 1 $11.35
Step 2 $11.46
$9.46
$9.55
Grounds
Step 1
Step 2
Custodian
Step 1 $12.17
Step 2 $12.29
$9.61
$9.71
Messeoeer
Step 1 $9.74
Step 2 $9.84
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Cleaner General Repairperson
Step 1 $9.60 Step 1 $11.52
Step 2 $9.70 Step 2 $11.63
Step 3 $9.79 Step 3 $11.75
Grounds Custodian
Step 1 $9.76 Step 1 $12.35
Step 2 $9.85 Step 2 $12.48
Step 3 $9.95 Step 3 $12.60
Cleaner General Repairperson
Step 1 $ 9.75 Step 1 $11.69
Step 2 $ 9.84 Step 2 $11.81
Step 3 $ 9.94 Step 3 $11.93
Step 4 $10.04 Step 4 $12.04
Grounds Custodian
Step 1 $ 9.90 Step 1 $12.54
Step 2 $10.00 Step 2 $12.66
Step 3 $10.10 Step 3 $12.79
Step 4 $10.20 Step 4 $12.92
Communications Eauip. Technician
Step 1 $11.11
Step 2 $11.23
Asbe~tos Safety Coordinator/Cleaner
Step 1 $11.20
~tep2 $11.31
9.1.3 Effective July 1, 2000, employees hired after July 1, 1998 will be placed on the following schedule:
Messeneer
Step 1 $ 9.89
Step 2 $ 9.99
Step 3 $10.09
Communications Eauip. Technician
Step 1 $11.28 '
Step 2 $11.39
Step 3 $11.51
Asbestos Safety Coordinator/Cleaner
Step 1 $11.36
Step 2 $11.48
Step 3 $11.59
9.1.4 Effective July 1, 2001, employees hired after July 1, 1998 will be placed on the following schedule:
.
"
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Messen2er
Step 1 $10.04
Step 2 $10.14
Step 3 $10.24
Step 4 $10.34
Communications Eauip. Technician
Step 1 $11.45
Step 2 $11.56
St~p 3 $11.68
Step 4 $11.80
Asbestos Safety Coordinator/Cleaner
Step 1 $11.53
Step 2 $11.65
Step 3 $11.77
Step 4 $11.88
9.1.5 The hourly rate for each unit employee for 1998-1999, 1999-2000, 2000-2001 and 2001-2002 is
listed on the November 22, 1997 "CSEA Bargaining Unit Negotiations" (Appendix A).
9.1.6 Scheduled salary increment will be awarded at the end of each fiscal year in the last paycheck of the
school year distributed in a lump-sum payment and based upon the following absenteeism schedule:
o to 3 days absent
4 to 6 days absent
7 to 10 days absent
11 to 15 days absent
16 + days absent
employee receives 100% of salary increment
employee receives 75% of salary increment
employee receives 50% of salary increment
employee receives 25% of salary increment
employee receives no salary increment
"Employee Movement On the Salary Schedule" is featured in Appendix B.
Taking two personal days per year will not count against the lump sum payment.
9.1.7 For eight employees (C~ol Band, Patricia Canfield, Sharon Clark, Irwin Gilmer, Frederick Mess,
Sean Skimin, Christine Swearengen, Edward Young) who will not be receiving any initial
significant increase based on their placement on the new schedule, it was agreed that in the first
year of the contract only, the following bonus absenteeism schedule will be implemented for them
as an additional opportunity to increase their earnings. It will be awarded as follows:
o to 3 days absent
4 to 6 days absent
7 to 10 days absent
11 to 15 days absent
16 + days absent
employee receives $500.00
employee receives $375.00
employee receives $250.00
employee receives $125.00
employee receives no bonus
The employee will receive the award in a lump-sum payment at the end of the first school year of the
new contract.
Taking two personal days per year will not count against the lump sum payment.
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9.2.3
Regarding long tenn illnesses - An employee can appeal a long tenn illness or accident in writing to
the Assistant Superintendent for Administrative Services. By May 15th,the Assistant Superintendent
will convene the Absenteeism Appeal Committee, made up of the following individuals:
President of the Bargaining Unit or designee
Buildings and Grounds Supervisor
Administration Representative selected by the Superintendent
Section 9.2 -Other Pav Rules
Effectiye as of July 1, 1987, in addition to an employee's
individual hourly wage rate:
(1) an employee who has completed at least ten, but less than fifteen,
consecuti ve years of continuous service as an employee of the District
shall be paid an additional ten cents per hour;
(2) an employee who has completed at least fifteen, but less that twenty,
consecuti ve years of continuous service as an employee of the District
shall be paid an additional fifteen cents per hour; and
(3) an employee who has completed at least twenty or more consecutive
years of continuous service as an employee of the District shall be paid
an additional twenty cents per hour.
The longevity differentials set forth in "(1)", "(2)" and "(3)" above are not cumulative; that
is, an employee can receive only one such differential at a time.
Effective July 1, 1987, if an employee is reclassified to a higher-rated classification, the employee
shall be paid the greater of: (i) the minimum hourly rate then in effect for the employee's new
classification or (ii) the employee's own individual hourly wage rate plus thirty-five cents ($.35).
If an employee is reclassified to a lower-rated classification, the employee's individual hourly rate
" wage rate shall be reduced by the differencebetweenthe minimumhourly rate then in effect for
the employee's old classification and the minimum hourly rate then in effect for the employee's
new classification. As used in this section 9.2, one classification is higher-rated than another if its
minimum hourly rate is higher than the other's minimum hourly rate. As used in this section 9.2,
one classification is lower-rated than another if its minimum hourly rate is lower than the other's
minimum hourly rate.
The District and the CSEA agree that, to encourage attendance, to maintain and maximize
continuity of service and for the best interests of the District, any employee who has perfect
attendance in the course of one school year, July 1 to June 30, will receive an honorarium of $500.
A $350 honorarium will be given to an employee who is absent only one day in the school year,
July 1.to June 30. Approved absences for jury duty, approved conference days, death in the
family, quarantine, military leave and mandatory compensation days will not count against
eligibility for these honoraria. Employees hired after July 1998 and placed on Step #1 are eligible
only for the attendance honorarium in the first year of their employment. And, they do not move
to Step #2 of the salary schedule until the beginning of their third year of employment.
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When an employee is assigned to a higher rated job for a period of four (4) hours or more, the
employee will be paid an additional thirty-five cents ($.35) an hour.
When an employee is called in to work, the employee will receive a minimum of two (2) hours'
pay. A call-in is an occasion when an employee, who has left the school property without
notification to return to work before the employee's next regularly scheduled reporting time, is
called into work before the employee's next scheduled reporting time, and the employee is not on
school property at the time of being called into work.
Any employee that works the second shift will receive eight cents per hour more. Any employee
that works the third shift will receive thirteen cents per hour more. If an employee regularly
assigned to the second or third shift is temporarily assigned by the District to the first shift to
replace an employee who is absent or on vacation, the employee will nevertheless continue to
receive during the temporary assignment the differential applicable to the employee's regular shift
in addition to any moneys the employee would receive under paragraph 9.2.4.
,-.
A custodian regularly assigned to the High School and a custodian regularly assigned to the
Middle School shall be paid thirty-five cents ($.35) per hour in addition to the custodian's own
regular hourly wagerate.
If an employee performs out of title work as a custodian in the High School or Middle School for
three or more consecutive days, the employee shall receive an additional thirty-five cents ($.35) per
hour retroactive to the first day.
Compensatory Time: The District will allow CSEA employees to carry over two days (for time
off only) beyond the school year the first two years of the contract and three days (for tim<?off only)
the last two years of the contract. Carryover days must be used in that school year. And, the
employee will need to inform the District on the status of those days in advance.
ARTICLE 10 DURATION
This Agreement goes into effect on July 1, 1998, signed by the parties as indicated under
the heading "SUBSCRIPTION" at the end of this Agreement, but if the parties sign on
different dates, then the later of such dates. Notwithstanding the foregoing, if a particular
provision of this Agreement sets forth a dif(erent effective date, either earlier or later than
the signing date, the differenteffective date shall be controllingas to that particular J
provision. This Agreement continues in full force and effect through June 30, 2003.
.r
t.
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SUBSCRIPTION
In witness of all the foregoing, the Superintendent of Schools and the President of the CSEA have signed their
names below on the dates indicated.
.,
ftJaLk > rJ2tf?__
Superintendent of Schools
Date: bht/rr
/ I
sm
6/8/98
.
§~ d/4~
CSEA President
Date:
Date:
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APPENDIX A
CSEA BARGAINING UNIT
SIn NEGOTIATIONS
11122197
1997-1998 HOURS 1997-1998 1998-1999 1998-1999 Dtfference 8fa 1999-2000 1999-2000 Dtfference 8fa 2000-2001 2000-2001 Difference % 2001-2002 2PD1-2002 Difference 8k TOTAL NEW
R2te Base Salarv Rate Salarv Rate Salarv ~ate Salarv Rate ~J!!x $ (4 YEARS)
CUSTODIANS:
1$42.073.20 ,
CUSTODIANS:
Bowersox. J. $18.12 , 2088 , $37.834.56 I $18.44 , $38.502.72 , $668.16 , 1.766% I $18.99 I 539.651.12 , $1.148.40 , 2.983% $19.56 I $40.841.28 I $1.190.16, 3.002%I $20.15, $1.231.92 , 3.016%, $4.238.64 Bowersox. J.
Clar1c.S. $18.73 I 2088 I $39.108.24 I $18.73 I $39.108.24 , SO.OO, 0.000%, $19.29 I $40.277.52 I $1,169.28 , 2.990% $19.87 I $41.488.56 I $1.211.04, 3.007%I $20.46, )$42.720.48 I $1.231.92 , 2.969%I $3.612.24 Clar1t.S.
Feathers. K. $13.18 , 2088 I . $27.519.84 I $14.18 , $l9.607.84 , $2.088.00 , 7.587% , $15.63 I $32.635.44. , . $3.027.60 , 10.22601: $16.75 I $34.974.00 , $2.338.56 , 7.166% I $17.26 I )$36.038.88
!
$1.064.88
!
3.045%
b
$8.519.04 Feathers. K.
FIedt. E. $16.76 I 2088 I $34.994.88 I $17.76, $37.082.88 , $l.088.00, 5.967%I $18.61 I $38.857.68 , $1.774.80 I 4.786~': $19.17 I $40.026.96 I $1.169.28 I 3.009%, $19.75, )$41.238.00 I $1.211.04 I 3.026%11 56.243'.12 Fleck.E.
.- j .
CLEANERS:
. j$32.050.80 CLEANERS:Arcuri. B. $13.78 2088 $2$,m.64 $14.05 $29.336.40 , $563.76 1.959% $14.47 $30.213.36 . S876.96 2.989% $14.90 $31,111.20 I $897.84 2.972% $15.35 $939.60 3.020% , $3.278.16 Arcuri B.
. Banet.C. $9.32 2088 $19.460.16 $9.51 $19.856.88 , $396.72 2.039% $9.75 $20.358.00 $501.12 2.524% $9.99 $20.859.12 I $501.12 2.462% $10.304 1521.589.92 $730.80 3.504% , $2.129.76 Band C.
~Bedore.L $9.32 2088 $19,460.16 $9.70 $20,253.60 , $793.44 4.077% $10.04 $20,963.52 $709.92 3.505% $10.40 $21.715.20 I $751.68 3.586% S10.76 I $22.466.88 $751.68 3.462% , $3.006.72 Bedore l.
Bodkin. M. $10.83 2088 $22.613.04 $11.83 $24.701.04 $2.088.00 9.234% $13.14 $27.436.32 $2.735.28 11.074% $13.53 $28.250.64 I $814.32 2.968% '$13.94 1529.106.72 $856.08
.
3.030% , $6.493.68 Bodkin M.
Bowe. S. $9.32 2088 $19.460.16 $10.32 $21.548.16 $l.088.0.0 10.730% . $11.52 $24.053.76 $2.505.60 11.628% $11.86 $24.763.68 , $709.92 2.951% $12.22 1525.515.36 $751.68 3.035% , 56.055.20 Bowe. S.
Ferry. M. $9.32 2088 $19,460.16 $9.89 $20.650.32 $1.190.16 6.116% $10.24 $21.381.12 $730.80 3.539% $10.60 522.132.80 $751.68 3.516% $11.30 1523.594.40 $1.461.60 6.604% , $4.134.24 Fenv M.
rlgura. J. $9.32 2088 $19.460.16 $9.60 $20.044.80 $584.64 . 3.004% $9.84 $20.545.92 $501.12 2.SOOo/c $10.19 $21.276.72 $730.80 3.557% $10.55 ) $22,028.40 $751.68 3.533% , $2.568.24 Fiaura. J.
Hanlon.L $10.30 2088 $21.506.40 $11.30 $23,59!4.4O $2.088.00 9.709% $12.67 $26,454.96 $2.860.56 12.124% $13.05 $27.248.40 $793.44 2.999% $13.44 i.$28.062.72 $814.32
.
2.989%' 56.556.32 Hanlon l.
. Hockenberry. D. $9.32 2088 $19.460.16 $10.29 $21.485.52 $2.025.36 10.408% $10.97 $22,905.36 $1.419.84 6.608% $11.69 $24.408.72 $1.503.36 6.563% $12.01 j $25,076.88 $668.16 2.737% $5.616.72 Hockenbenv D.
Jeffords. J. '.$9.50 2088 $19,836.00 $10.50 $21.924.00 $2.088.00 10.526% $11.84 $24.721.92 . $2,797.92 12.762% $12.34 $25,765.92 $1.044.00 4.223% $12.71
) $26,538.48 $772.56 2.998% 56.702.48 Jeffords J.
Jeffords. L '.-- $9.32 2088 $19,460.16 $10.09 $21.067.92 $1.607.76 8.262% $10.45 $21.819.60 $751.68 3,568% $11.13 123,239.44 $1.419.84 6.507% $11.87 i $24.784.56 $1.545.12 6.649% $5.324.40 Jeffords L.
Ferry,I(. S11.78 2088 $24.596.64 $12.78 526,684.64 $2.0,88.00 8.489% $13.38 $27.937.44 $1,252.80 4.695% $13.78 $28. T/2.64 $835.20 2.990% $14.19 l' $29,628.72 $856.08 2.975% $5.032.08 Fenv K.
Smith. S. $9.32 2088 $19.460.16 $9.70 $20.253.60 $793.44 4.077% $10.04 $20.963.52 $709.92 3.505% $10.40 .$21,715.20 $751.68 J 3.586% $10.76 ! $22.466.88 $751.68 3.462% $3.006.72 Smith S.
Strope. E. $9.32 2088 $19.460.16 $9.60 $20.044.80 $584.64 3.004% $9.84 $20.545.92 .$501.12 2.500% $10.19 $21,276.72 5730.80 3.557% S1~ .522.028.40 $751.68 3.533% $2.568.24 Strooe. E.
Suthertand. K. $9.32 2088 $19,460.16. $10.29 $21,485.52 $2.025.36 10.408% $10.97 . $22.905.36 $1.419.84 6.608% $11.69 $24.408.72 $1.503.36 6.563% $12'.04 W ~'25,139.52 $730.80 2.994% $5,679.36 Sutherland K.
Suther1and. R $9.72 2088 $20.295.36 . $10.72 $22.383.36 $2.088.00 10.288% $12.07 $25.202.16 $2,818.80 12.593% $12.79 $26,705.52 $1.503.36 5.965% $13.17 , ] $27.498.96 $793.44 2.971% $7,203.60 Sutherland R.
Swearengen. C. $9.32 2088 $19,460.16 , $9.32 $19.460.16 $0.00 0.000% $9.55 519.940.40 $48(t24 2.468% $9.79 $20,441.52 S5Q1.12 2.51~% $10.04, j $20.963.52 $522.00 2.554% $1.503.36 Swearenaen C.
Ventry, D. $10.30 2088 r $21,506.40 , $11.30' $23.594.40' $2.088.00' 9.709% I $12:67 $26.454.96 $2,860,56. 12.124% S13.05 .$27.243.40 $793.44 2.999% $13.44 , : $28.062.72 $814.32 2.989% 56.556.32 Ventrv D.
Watson, J. $10.58 2088, $22.091.04 , $11.58 $24.179.04 $2.088.00 9.452%., $12.89 526.914.32 . $2,735,28 11.313% $13.28 $27.728.64 $814.32 3.026%, $13.68 I J $28.563.84 $835.20 3.012% $6.472.80 Watson. J.
Williams. B. (.5) $12.75 1044, $13,311.00 I $13.75 . $14,355.00 $1.044.00 7.843% , $14.18 $14.803.92 . $448.92 3.127% $14.61 $15.252.84 $448.92 3.032% $15.05 I ; $15.712.20 $459.36 3.012% $2.401.20 Williams B. C.5)
GROUNDS: GROUNDS:
Farley.H. $11.40 2088 $23.803.20 $12.40 $25,891.20 $2.088.00 8.772% $13.80 I $28.814.40 $2.923.20 11.290% $14.79 $30.881.52 $2.067.12 7.174% $15.23 ; $31,800.24 $918.72 2.975% $7,997.04 Faney. H.
GDmer. I. $11.18 2088 $23.343.84 $11.29 $23.573.52 $229.68 0.984% $11.58 I $24.179.04. $605.52' 2.569% $11.87 $24,784.56 S605.52 2.504% $12.17 ! $25.410.96 5626.40 2.527% $2.067.12' Gilmer. I.
IJwin. M. $10.97 2088 $22.905.36 $11.97 $24,993.36 $2.088.00 9.116% $13.11 , $27,373.68 52,380.32 9.524% $13.50 $28,188.00 $814.32 2.975% $13.91 j $29.044.08 5856.08 3.037% $6.138.72 Irwin. M.
Miller. K. $11.18 2088 $23.343.84 $12.18 $25,431.84 $2.088.00 8.945% $13.61 , $28.417.68 $2,985.84 11.741% .$14.82 $30,944~ 16 52.526.48 8.891 Dk $15.26 I S31.862.88 $918.72 2.969% $8,519.04 Miller. K.
Monroe. G. $12.04 2088 $25.139.52 $13.04 527.227.52 $2,088.00 8.306% $14.46 , $30.192.48 $2.964.96 10.890% $16.19 $33.804.72 $3.612.24 11.964% $16.68 j $34.827.84 $1.023.12 3.027% $9,688.32. Monroe. G.
Skimin. S. $13.22 2088 $27.603.36 $13.22 $27.603.36 $0.00 0.000% $13.61 , $28.417.68 $814.32 2.950% $14.02 $29.273.76 $856.08 3.012Dk $14.44 I $30.150.72 $876.96 2.996% $2.547.36 Skimin. S.
Young, E. $13.17 2088 $27,498.96 $13.20 527.561.60 $62.64 0.228% $13.59 , $28.375.92 $814.32 2.955% $14.00 '529.232.00 5856.08 3.017% 514.42 j $30.108.96 $876.96 3.000% $2.610.00 Young. E.
Zimmerman. J. $11.81 2088 $24.659.28 $12.81 $26,747.28 $2.088.00 8.467% 514.22 I $29.691.36 $2,944.08 11.007% $15.60 $32.572.80 $2.881.44 9.705% $16.07 j $33.554.16 $981.36 3.013% $8.894.88 Zimmerman. J.
I
MESSENGER:
I MESSENGER:j
Mess. F. $14.43 , 2088 I $30.129.84 , $14.43 , $30.129.84 , SO.OO , 0.000% , $14.86. , S31.027.68 , 5897.84 , 2.980% $15.31 I $31.967.28 I 5939.60, 3.028%I $15.77, ! $32.927.76 , $960.48 , . 3.005% I $2.797.92 Mess. F.
TECH.COORDINATOR: I ! ..TECH. COORDINATO\
Leggett. W. $10.95 I 2088 , $22.863.60 I $11.39 I $23.782.32 , $918.72 I 4.018%I $11.80 I S24.638.40 , 5856.08, 3.600% $12.21 I $25.494.48 I 5856.08, 3.475%, $12.64, j $26.392.32 I SS97.84 I 3.522%, $3.528.72' leggett. W.
SAFETY COORDINATOR: I I. SAFETYCOORDINATe"
Williams. B. (.5) $12.75 , 1044 I $13.311.00 , $13.75, $14.355.00I $1.044.00 I 7.843%, $14.21, $14.835.24I $480.24 , 3.345% $14.64 I $15.284.16 I $448.92 , 3.026% I $t5.08 I f $15.743.52 $459.36 I 3.005% I $2.432.52 Williams. B. (.5)
OVERALL $812.649.60 $858.502.08 $45.852.48 5.642% $913,907.16 $55,405.08 6.454% $954,080.28 $40.173.12 4.3968k j$984.773.88 $30,693.60 3.2178k $172.124.28
.
.
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Employee:
1997-1998
.
1998-1999
.#
1999-2000
APPENDIX B
El\1PLOYEE MOVEMENT ON THE SALARY SCHEDULE
. ExampleSheet
(Bev Arcuri -Example)
Hourly rate: $13.78
Hourly rate $13.78 plus salary schedule increment of $563.00, awarded in the last paycheck
of the school year, based upon absenteeism schedule percentage.
Hourly rate $14.05 plus salary schedule increment of $876.00, awarded in the last paycheck
of the school year, based upon absenteeism schedule percentage.
2000-2001 Hourly rate $14.47 plus salary schedule increment of $897.00, awarded in the last paycheck
of the school year, based upon absenteeism schedule percentage.
2001- 2002 Hourly rate $14.90 plus salary schedule increment of $939.00, awarded in the last paycheck
of the school year, based upon absenteeism schedule percentage.
.
.
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APPENDIX C
GRIEVANCE FORM
1. Grievant's Name:
2. Date of submission of this grievance:-
3. Date of the occurrence out of which the grievance arises:
. .
4. Describe the circumstances out of which the grievance arises:
.
.#
5. Paragraph(s) of the Agreement alleged to have been violated:
6. Remedy or correction requested:
"'
Grievant's Signature
~
.
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